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Abstract
A very important economic contributor to the well-being of every country is its public sector. In
Kosovo, it is even more important since the public sector is the main employer in the country.
However, it is a sector characterized by many organizational and structural problems. One of
the most important problems regarding this sector is the way salaries are set in different
institutions of it. As such, the focus of this project was to evaluate the effectiveness of Kosovo’s
regulation in setting public sector salaries. Specifically, the goal of this project was to provide an
analysis of the current state regarding salaries in the public sector and highlight the problems
associated with them. Based on the outcomes of this analysis, the aim of this project was to
provide recommendations as to how to rectify this deadlock in the salaries of the public sector.
Due to the nature of this issue, the project followed a quantitative analysis approach. As such,
the core of this project was the analysis of existing data regarding salaries in different
institutions in the public sector. Three ministries, one independent agency and one municipality
were chosen for the analysis. One limitation to this project was that data for all the institutions
were not available. Besides the analysis of salary data, three interviews were conducted to
better understand the circumstances and the reasons behind the current situation in the public
sector regarding salaries.
Although the legislation for a modern public sector is in place, its implementation is lacking. The
outcomes of this analysis show that there are several violations of the “equal pay for equal
work” principle embedded in the legislation regarding salaries in the public sector. Based on the
results of the analysis, salaries in the public administration of Kosovo do not account for living
expenses. Moreover, they do not include remuneration for special and dangerous working
conditions. Additionally, they also fail to acknowledge the importance of setting proper
incentives for better educational qualification of the employees. Lastly, they do not provide the
necessary incentives for the development of the public sector in the local level. These problems
contribute to the demotivation of employees in the public sector which, inevitably, affects their
performance.
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Problem Statement
This project addressed the problem of coherence in determining salaries in the public
sector of Kosovo. Currently, the public sector is the main and most important employer in the
Kosovar labor market1. Unfortunately, it is a sector often characterized by inefficiency and
ineffectiveness. The backbone of having a public sector that is motivated, efficient and effective
is helped by having a coherent public sector salary system2. The legislation that regulates
salaries in the public sector is scattered among several laws, regulations and administrative
acts. In 2010, the Kosovar Assembly approved the Law on Salaries of Civil Servants with the
purpose of establishing a system and structure of salaries, allowances and other remunerations
for civil servants3. However, salaries in vital sectors such as healthcare, education and the police
force are determined solely based on administrative acts4. Even though the law on Salaries of
Civil Servants was approved in 2010, the implementation of it never occurred. As such,
currently the public administration is paid based on regulations passed in 2001 by UNMIK56. The
lack of implementation of existing laws that determine salaries for the public sector poses a
serious threat to the public administration’s effectiveness. In this situation, salaries in the public
sector are characterized by an incoherent payment system which, in many cases, is not based
on the institutional hierarchy causing discrimination and lack of motivation to perform better.
The primary objective of this project was to provide an analysis of the current salary
system in the public administration and make recommendations to rectify the current
stalemate. To reach this objective, this project aimed to identify incoherencies in salary setting
in all budget organizations through a comparison of positions and salaries associated with each
one of them. Secondly, to identify differences or inconsistencies amongst different institutions
in the central level through a comparison of positions and salaries of each institution with
others. Thirdly, to identify inconsistencies in salary setting in municipalities compared to the
central level.

1
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I.

BACKGROUND INFORMATION

There is a common agreement among all stakeholders that the public sector is a very
important economic contributor for the well-being of every country in the world. A definition
of what comprises the public sector comes from the System of National Accounts (SNA93).
Hammouya, in a working paper for the International Labor Organization, explained SNA93 in
the following way: “the public sector is defined as all market or non-market activities which at
each institutional level are controlled and mainly financed by public authority”7. Additionally,
the public sector is also divided into the general government sector which comprises of all the
non-profit, non-market institutions controlled and financed by the state, and the public
corporation sector which covers all the institutions that are controlled and financed by the state
but produce for the market8. Moreover, another classification is the division of employers in
the public sector into civil servants and public servants. Civil servants are employed in
government departments while public servants include job positions in the education, military
and healthcare sector.

Size of Public Sector and Importance
The number of employees working in the public sector is a key indicator of the size of
the government which varies from country to country. It is also an indicator of how a
government chooses to deliver goods and services to its population. Yet, more often than not,
the government is the largest employer in a country. The share of the public sector in total
employment typically varies from less than 10% to above 40% depending on a particular
country’s circumstances9. Countries also differ in size of the public sector across different levels.
For instance, a large municipal staff suggests that the country is highly decentralized. In
essence, this suggests that the local government can meet the needs of local population better
compared to a highly centralized system. Current trends show an increase of decentralization in
7

Hammouya, Messaoud (1999). Statistics on Public Sector Employment: Methodology, Structures and Trends. ILO
Hammouya, Messaoud (1999). Statistics on Public Sector Employment: Methodology, Structures and Trends. ILO
9
OECD (2013), Government at a Glance 2013, OECD Publishing.
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OECD (The Organization for Economic Co-operation and Development) member states in an
attempt to better serve the society. Figure 1.1 shows employment in the public sector as
defined above, as a percentage of the labor force. Countries that are shown in this graph are
OECD member states. The darker blue shows employment in general government while the
lighter blue shows employment in public corporations. As it is shown, employment in the public
sector varies from the highest at 35% in Norway to the lowest at 10 % in Chile. Slovenia, a state
in Kosovo’s region, has a public sector employment level at less than 25%.
Figure 1.1. Employment in the public sector as a percentage of the labor force

Source: OECD 2013
Besides the fact that the public sector is more often than not the biggest employer in a
country, its importance lies also on the goods and services the public sector delivers. The goods
and services that the public sector delivers are not market-oriented goods. The provision of
security, rule of law, public school education, public healthcare and other public sectors
function on the premise that the market cannot provide these goods and services; hence, it is
the responsibility of the government to design a public sector that delivers value to the society.

Public Sector Salary Determination in Different Countries
When discussing about the public sector, it is important to know the distinction
between position-based and career-based public sector systems. Countries that use the careerbased systems among others are Belgium, Germany, Ireland, Portugal, Japan, Spain, Korea.
3

These countries recruit new staff only at the lower levels and then move them up the career
ladder. Kosovo’s legislation ensures a career-based public sector system. Other countries like,
Australia, Switzerland, United States, Sweden, United Kingdom use the position-based public
sector system in which external recruitment happens in every post below senior management.
This system, however, does not provide motivation for public servants to be effective and
efficient like the career-based system does. On the other hand, it brings new ideas and new
people in every level of the public sector10.
Every government aims at having a well-functioning public sector that provides
qualitative healthcare, educational and social security systems with an efficient management of
public funds. As such, governments that aim this, put a special emphasis on providing the
proper infrastructure that holds this together. This includes creating an appropriate working
environment where everyone is treated equally and is motivated to work at his/her full
potential. One of the ways of achieving this is by having a coherent and fair salary system
covering the entire public sector. Salaries are based on a common grading of posts and their
coefficients and a common salary scale for each grade and coefficient. As such, work that is of
similar complexity, requires similar education and has similar level of responsibilities has,
consequently, a similar salary11. In such systems, everyone is treated equally salary-wise and
paid based on the complexity of the work they do12. Hence, employees do not feel
discriminated at their workplace. Moreover, it also creates space for career development by
motivating employees further to deliver qualitative work. This ultimately results in a qualitative
staff that works on adding value to their work and the people they serve.
In most countries, besides laws that offer the foundation on how salaries should be
decided, other regulations are in place that concern different sectors of the public system. The
most common form is through the use of collective agreements. This is a pattern also present in
the Kosovar legislation regulating salaries. In some cases, in Slovakia, Spain, Luxembourg,
Portugal, these collective agreements cover the whole central government. However, in other
10
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countries like New Zealand, Switzerland, the United States collective agreements cover only
certain occupations and sectors, i.e. the healthcare sector or the education sector13.
Another classification of salary systems is based on the degree of salary setting
decentralization. In this context, systems are divided into three categories based on the
autonomy each institution or department has in setting its salaries. The categories are as
follows:
-

Highly centralized salary systems where the central government is the decisive
authority regarding salaries in the whole public sector. Examples of this are France,
Germany, Spain and Portugal

-

Flexible decentralized salary systems where every institution/department is highly
autonomous when setting their salaries. Examples of this are Australia, United
Kingdom and New Zealand.

-

Mixed salary systems examples are Sweden, the United States, Finland, Italy,
Denmark.14

The most common system is a mixed decentralized salary system that acknowledges the
differences and specificities in each public sector, and yet is non-discriminatory and coherent
compared with the other sectors. Countries with a salary system that has a desirable coherence
include the Nordic countries and Netherlands. They achieve this through coordination of
employees in national and local public services regarding salary bargaining15. In Nordic
countries, this is done through a two-tiered collective bargaining system.
Recently, Slovenia implemented its comprehensive, unified salary system. It is a
complex system that acknowledges different grades and coefficients for different levels of
complexity of work16. However, despite the efforts, it fails to acknowledge the specificities of
different sectors (for instance, it treats civil service’s staff similar to public healthcare
13
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providers). Nevertheless, it is a significant improvement compared to the previous inconsistent
salary system based heavily on cash supplements. An advantage of the new system is that it is
more transparent which adds to the efforts to create an equal-opportunity public sector. A
single, unified salary system like the one in Slovenia is, however, rare to find among other OECD
countries. It can be found in countries where local governments do not play a significant role
such as Belgium and Ireland. France, on the other hand, has a salary system that is based on
many determinants and as such is one of the most complex systems in the present. It has a
unique salary scale for every civil servant. To determine its pay, it uses different elements from
experience to grades and benefits. As such, two civil servants working in the exact same grade
and hierarchy in the same institution will receive an equal basic salary, but due to the cash
supplements, their overall salary varies17.
The neighboring countries also strived to create a modern public sector. Albania, for
instance, underwent a public administration reform that lasted for the last twenty years.
However, between the years 2005-2007, it specifically tried to reform the salary structure in the
public administration. The biggest achievement of this reform was the unification of salary
setting for the civil service and the comprehensive job categorization of all the job positions
available in the public administration18. The basic principle that followed this reform is equal
pay for equal work. As such, the individual salary in the public administration consists of:
-

Group salary set by the qualification needed for that particular job

-

Supplement for experience

-

Supplement for the job position based on the relative difficulty of every job position
and its special conditions

-

Supplement for difficult job conditions

Besides this, certain jobs fall within different salary setting systems. The fixed salary setting is
applicable to appointed officials and board members of different institutions. Their salary is set
as a percentage of the salary received by the President of the Republic. Another salary setting is

17
18

OECD (2013), Government at a Glance 2013, OECD Publishing.
ICS & MIA. Study on the Comparability of the Public and Private Sector.
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that based on grades and coefficients. Employees that fall within this salary setting are those
working in the military, police, secret services and the Republican Guard. Their salary is set
based on the job position grade, special work nature and difficult working conditions. The third
salary setting is for job positions that have a supporting role. These jobs, among others, include
drivers, magazine workers, and assistant specialists. Their salary is based on 10 to 14 salary
classes and supplements if they are in a leading position or are posed to difficult working
conditions. Despite the progress achieved in Albania regarding salaries in the public sector,
more is needed to be done especially in the structure of salaries for the supporting staff and the
creation of possibilities for horizontal flow of workers among institutions which is done through
a reclassification of job positions in the public sector.
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II.

BACKGROUND INFORMATION: KOSOVO

Development of Public Sector Institutions in post-war Kosovo
After the war, Kosovo was left without functioning institutions. As such, it had to build
its institutions from the beginning. Following the United Nations Security Council resolution
1244, UNMIK (United Nations Interim Administration in Kosovo) was assigned the duty to install
and supervise the civil administration in Kosovo. As such, UNMIK started recruiting local staff in
the local and central government. UNMIK’s structure consisted of four pillars:
1. Humanitarian Affairs (UNHCR) – concerning humanitarian aid program (in 2001
changed to “New pillar one of Law Enforcement and Justice”)
2. Civil Administration (UN responsibility) – concerning the public administration and
establishment of an effective civil service
3. Democratization and Institution Building (OSCE responsibility)
4. Economic Reconstruction (EU responsibility)19
In December 1999, UNMIK together with Kosovar political parties formed the Joint
Interim Administrative Structures (JIAS). JIAS consisted of 20 administrative departments; even
though, originally, only 14 departments were planned. These administrative departments are
predecessors of the ministries Kosovo has today. Each department had an international cohead and a Kosovar co-head. However, the decisive power still remained in the international
co-head’s authority20. Later on, with the establishment of the Provisional Institutions of SelfGovernment in 2002, a transfer of responsibilities to the local staff began. In sectors like
healthcare and education, employees that worked prior to war returned to their job positions
immediately after it. Other sectors, namely Kosovo Police Service and Kosovo Protection Corps,
had to be established after the war. In the meantime, UNMIK Police and KFOR were assigned

19

Brand, Marcus (2003). The Development of Kosovo Institutions and the Transition of Authority from UNMIK to
Local Self-Government. CASIN
20
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Local Self-Government. CASIN
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the duties of the police and army in Kosovo. With the establishment of these two institutions,
intensive training was provided by the international community and a gradual transfer of
responsibilities followed. In 2000, the Kosovo Police Service started with 842 members,
increasing to 6282 in 200421.

Legislation regulating employment in the public sector
Today the legislation that regulates employment in the public sector comprises of
different laws, regulations, collective agreements and administrative acts22. The current system
is a career merit-based system of employment with open-ended contracts after a probationary
period of one year. This system is in place because it allows for career development of the staff
and motivates them to perform at higher levels23. The regulation of public sector employment
is subject to these laws:
1. Law on Budget of Republic of Kosovo for Year 2014 No.04/L-233
The law on Budget of Republic of Kosovo for Year 2014 concerns with the ceilings on
employment level and pay for every budgetary organization that is financed by the budget
of Kosovo. As such, it imposes limitations that different institutions in Kosovo’s public sector
have to account for when employing staff and assigning salaries24
2. Law on Labor No.03/L –212
Provisions of the Law on Labor are applicable to both, the private and public sector of the
Republic of Kosovo. It is the overarching law on employment relationship in Kosovo. Its aim
is to regulate the responsibilities and rights that result from an employment relationship.25

21

Brand, Marcus (2003). The Development of Kosovo Institutions and the Transition of Authority from UNMIK to
Local Self-Government. CASIN
22
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23
Doli, Dren. Discussion Paper: Kosovo Civil Service Reform. Group for Legal and Political Studies
24
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25
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3. Law on the Civil Service of the Republic of Kosovo No.03/L –149
As the title suggests, this law regulates the status of civil service and the rights and
responsibilities that derive from their employment relationship with the central or
municipal level of government. The scope of this law are the following institutions: the
administration of the Office of the President, the administration of Assembly, the Office of
the Prime Minister and ministries, independent and regulatory agencies, executive agencies
and municipal administrations. Article 4.1 below specifies the sectors that are not part of
the scope of this law:
“Under the terms of this Law the status of Civil Servant does not apply to the following
categories: the teaching staff of the education system, the medical staff of the health
service, creators and art performers, Police Officers of the Kosovo Police, Customs
Officers of the Kosovo Customs, Correctional Officers of the Kosovo Correctional Service
and Members of the Kosovo Security Force, political appointees and all the persons
appointed in positions by the political appointees and members of their cabinets,
starting from the cabinet of the President, President of the Assembly, Prime-Minister
and cabinets of the Ministers. Their employment relationship shall be regulated in
accordance with the Law on Labor, special laws, collective agreements or with sector
regulations.”26
4. Law on Salaries of Civil Servants No. 03/L-147
The aim of this law is to establish a structure and system of salaries and allowances for the
civil service. This law is applicable to the civil service defined in the Law on the Civil Service
of the Republic of Kosovo. Moreover, it offers a classification on salary grade positions,
calculation of coefficients that are used to determine salaries based on the position
classification in the hierarchy of positions, performance appraisals, and compensation of
salary.
Salary of civil servants consists of a basic salary and allowances on basic salary. According to
Article 6.8, the basis for the salary classification is complexity, responsibility, availability of
qualifications, interpersonal communication skills and conditions of work. Based on this,
there are four functional categories:
26
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1. civil servants of senior-level management
o senior manager three (3) – Salary Grade one (1);
o senior manager two (2) – Salary Grade two (2);
o senior manager one (1) – Salary Grade three (3).
2. civil servants of management level
o manager four (4) – Salary Grade four (4);
o manager three (3) – Salary Grade five (5);
o manager two (2) – Salary Grade six (6);
o manager one (1) – Salary Grade seven (7).
3. civil servants of professional level
o implementing and professional three (3) – Salary Grade eight (8);
o implementing and professional two (2) – Salary Grade nine (9);
o implementing and professional one (1) – Salary Grade ten (10).
4. civil servants of the technical-administrative level
o administrative four (4) – Salary Grade eleven (11);
o administrative three (3) – Salary Grade twelve (12);
o administrative two (2) – Salary Grade thirteen (13);
o administrative one (1) – Salary Grade fourteen (14). 27
Besides the basic salary calculated with grades and coefficients stated above, a civil servant is
entitled to additional pays on basic salary. These pays include payment for shift work, payment
for overtime work, payment for specific working conditions, and allowance on salary for work
experience. Additionally, other compensations include compensation for annual leave,
overtime work, illness leave, and maternity leave.
In addition to the abovementioned laws, regulations, collective agreements and
administrative acts are adopted in certain public sectors to further clarify the rules and
regulations in that particular sector. From the list of laws above, it can be noticed that the
regulation regarding the civil service is more detailed compared to other public sectors

27
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including education, police and healthcare; hence, regulations and collective agreements
present in Kosovo are centered around these other sectors. In 2014, a general collective
agreement was signed between the employer representatives (Kosovo Chamber of Commerce,
Alliance of Kosovar Business), employee representative (The Union of Independent Trade
Unions of Kosovo) and the government of the Republic of Kosovo as a guarantor of this
agreement. Based on the Law on Labor, this collective agreement’s aim is to describe,
categorize and plan in more detail the relationship between an employer and employee in the
Republic of Kosovo28. Another more scope-narrowed example of a collective agreement was
signed in 2014 between the Ministry of Education, Science and Technology (MEST) and the
Unified Syndicate of Education, Science and Technology (USEST). The main purpose of this
collective agreement was to provide a more detailed description of the rights and
responsibilities that derive from the employment contract in the education sector29. Another
collective agreement was signed between the Ministry of Health and the Trade Union Health
Federation of Kosovo in 2011. This collective agreement is tailored to the needs of the
healthcare sector. It includes detailed regulations on recruitment, contract settlement, salaries,
working conditions, responsibilities, hours of work, paid leaves and other compensations30.

Public Sector Size
As also mentioned in the previous chapter, government in most of the times is the
biggest employer in one country and as such it is highly important. For the Republic of Kosovo,
it is even more important due to the conditions Kosovo is in. In order to illustrate the size and
importance of the public sector in Kosovo, Table 2.1 presents a summary of the type of
employer in Kosovo from the Kosovo Statistics Agency (KAS) Labor Force Survey for 201331.

28

General Collective Agreement (2014). Government of the Republic of Kosovo.
Collective Agreement on Pre-University Education (2014). Ministry of Education Science and Technology
30
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31
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29
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Table 2.1 Type of Employer and gender participation in the labor force

Kosovo 2013

Male

Female

All

Gov’t, public sector or army

28.0

42.7

31.8

State owned enterprise

13.4

13.1

13.3

Private Company

50.5

35.8

46.7

NGO, humanitarian, other organization

3.3

5.4

3.9

Unpaid family worker

4.8

2.8

4.3

100.0

100.0

100.0

Type of Employer (%)

Total
Source: KAS Labor Force Survey 2013

As shown in the table, “government, public sector or army” comprises a total of 31.8% of the
labor force. Combining it with the percentage of people working in “state owned enterprises”,
it reaches a high percentage of 45.1%. Tracing back the work of the Kosovo Statistics Agency,
the first Labor Force Survey was conducted in 2002. In that survey, the results were even
higher. The public sector consisted of a total of 51.3% of the labor force, leaving 48.7% of the
labor force working in the private sector32. Another key characteristic derived from the table is
that a total of 42.7% of the female labor force works in the public sector compared to 28% of
the male labor force. However, if we compare it to the data from 2002, a decrease in both
female and male percentage of labor force working in the public sector is noticeable from
70.2% for females and 46.9% for males.

Budget Allocation of Wages in the Public Sector
To obtain a clearer picture of the importance of the public sector in Kosovo, it is
important to analyze the budget of the Republic of Kosovo and how it allocates its resources in
different expenditure categories. However, this analysis should be done with a special focus on
the employment level and resource allocation on wages and salaries. According to the Law on

32

Labor Force Survey 2002 (2004). Statistical Office of Kosovo
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Budget of Kosovo for 2014, a total of 81,240 employees are paid by the budget of Kosovo in
2014. The budget amount allocated in 2014 for wages and salaries of employees is
487,160,730€ (30.95% of the total budget). This includes staff working in the central budgetary
organizations and staff working at the municipal level. A total of 37,405 work in 54 Central
Budgetary Organizations. These organizations include the Assembly, the Office of the President,
the Office of the Prime minister, ministries and independent agencies. The total amount
dedicated to Wages and Salaries in the Central Budget organizations is 288,443,868€ or 24.35%
of the total budget. The municipal level employs 43,835 civil and public servants. The budget
allocated to the staff in the municipal level is 198,716,863€ (51.02%). Table 2.2 summarizes the
budget allocated for wages and salaries in the central and municipal level.
Table 2.2. Budget Allocation in Wages and Salaries and Staff size 2014

Budget Allocation in Wages and Salaries and Staff size 2014
Staff

Wages and Salaries

Total Budget

Central Government

30,890

234,133,031

1,078,321,551

Independent Agencies

6,515

54,310,836

106,322,483

Municipalities

43,835

198,716,863

389,518,818

TOTAL

81,240

487,160,730

1,574,162,852

Source: Law on Budget 2014
Figure 2.1. illustrates the variation in budget allocation for Wages and Salaries in different
budget organization levels and the last column represents the allocation to Wages and Salaries
from the total budget.
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Figure 2.1. Budget Allocation in Wages and Salaries and Staff size 2014
60.00%
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Central Government

Independent Agencies

Municipalities

Total Budget

Source: Law on Budget 2014
Figure 2.2 and Figure 2.3. represent in more depth the allocation of budget for Wages and
Salaries in the Central Level (central government and independent agencies). As presented in
these graphs, there are huge variations in the allocation of budget for Wages and Salaries
depending on the budget organization. However, one trend that is easily noticeable is that
independent agencies allocate more of their budget to Wages and Salaries compared to the
central government.
Figure 2.2. Central Government: Wages and Salaries as a percentage of Total Expenditure
80.00%
70.00%
60.00%
50.00%
40.00%
30.00%
20.00%
10.00%
0.00%

Source: Law on Budget 2014
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Figure 2.3. Independent Agencies: Wages and Salaries as a percentage of Total Expenditure
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Source: Law on Budget of Kosovo 2014
The second component of the Kosovo budget is the Municipal Budget comprising of all
the municipals as independent budgetary organizations. As seen in the Table 2.3., total
expenditures amount to 390,196,761€. Out of them, 198,716,862€ or 50.92% are devoted to
Wages and Salaries in the municipal level. In total, the 38 municipalities of Kosovo have a staff
of 43,835 employees. The grand average monthly salary of employees in municipalities is
estimated at 377.7€. A summary of the expenditure categories and ceilings for each is
presented in table 2.3. below.
Table 2.3 Budget Balance at the Municipal Level

Municipal Expenditures per Category 2014
Staff

43,835

Wages and Salaries

198,716,862€

51.02%

Goods and Services

41,853,083€

10.74%

Utilities

10,009,773€

2.57%

9,648,265€

2.48%

Capital Outlays

129,290,834€

33.19%

TOTAL

389,518,818€

100.00%

Subsidies

Source: Law on Budget for 2014
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Moreover, there are also variations in the amount that municipalities allocate to the wages and
salaries expenditure category. Figure 2.4. shows this variation in municipalities where the
amount allocated to Wages and Salaries is represented as a percentage of the Total
Expenditure. This is an indicator for the priorities a municipality has. For example, Kamenica
allocates 73.18% of its total budget to Wages and Salaries only. This means that it has less than
30% of its budget to fund capital expenditures, subsidies and transfers and to offer different
public goods and services to its citizens. Prishtina, on the other hand, devotes 35% of its total
expenditures to Wages and Salaries. This means that 65% of its budget is devoted to the other
expenditure categories.
Figure 2.4. Municipalities: Wages and Salaries as a percentage of Total Expenditure
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Source: The law on Budget for 2014
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III.

METHODOLOGY

The main goal of this project was to provide an analysis of current salaries in the public
sector of Kosovo, identify the problems associated with them and make recommendations as to
how to overcome the situation. The road to achieving this goal included the analysis of salaries
and positions in different institutions at the central level and, then, the comparison of them
amongst themselves. Moreover, another major component of the public sector is the civil
service working in municipalities. As such, an analysis of their salaries and job positions was
needed to better understand the problem and be able to provide useful recommendations.
Due to the nature of the problem, this study followed a quantitative research approach
in an attempt to identify and explain the current inconsistencies and problems regarding
salaries in the Kosovar public sector. As such, the main sources of analysis were documents and
data that different budget organizations have regarding their salaries and staff employed. These
data are processed and updated by the Ministry of Public Administration and the Ministry of
Local Government Administration. Besides the quantitative analysis of the data, three
interviews were conducted with stakeholders of this issue to gain another perspective on this
matter.

Secondary Sources
As mentioned above, the analysis of secondary data regarding salaries of the public
sector is crucial in achieving the objectives of this project. As such, secondary data was
collected from the Department for Administration of Civil Service in the Ministry of Public
Administration (MPA) for institutions in the central level. In total, data regarding salaries and
job positions were collected for three ministries and one independent agency. These
institutions are as follows:
-

Ministry of Finance

-

Ministry of Internal Affairs

-

Ministry of Health

-

Kosovar Agency of Property
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Secondary data regarding salaries and employees for the municipal level were available only for
the Municipality of Prishtina. These data were collected from the Department of Finance within
the municipality.
The data collected included information about salaries and salary coefficients and the number
of employees that pertain to each salary category. In addition to that, names of job positions
were given for all the institutions except for the Ministry of Finance. From the data provided,
educational background of the staff was available only for the majority of the staff of the
Municipality of Prishtina but not for the other institutions.

Interviews
Besides the quantitative research, to better understand the problem, three stakeholders
were interviewed. The persons interviewed were:
1. Mr. Fitim Sadiku, Permanent Secretary in the Ministry of Public Administration. This
interview was unstructured since it was mainly conducted to gain an insight into the
issues that would be identified later in the study. Moreover, this interview was the first
one conducted; therefore, based on Mr. Sadiku’s responses, it was easier to identify the
right stakeholders of this issue to interview later on.
2. Mr. Bekim Hamiti, officer in the Department for Administration of Civil Service in the
Ministry of Public Administration (MPA). This interview was important because the
direct responsibility for the salary system falls within the department that Mr. Hamiti
works. The main purpose of this interview was to understand from Mr. Hamiti’s point of
view the current condition in which the public administration is in, with a special
emphasis on the salaries. Another important aspect was to have the MPA’s viewpoint
on the problems identified regarding salaries and job positions and the future steps they
plan to do to improve the situation.
3. Mr. Fatos Mustafa, Head of the Department of Public Administration Reform
Management in the Ministry of Public Administration (MPA). The Department of Public
Administration Reform Management is one of the most important departments within
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MPA. Moreover, they consistently work on reforming different aspects of the public
administration, from policy changes to restructuring the institutions to better serve the
citizens. As such, this interview was important to this project as it provides another
viewpoint on the complex problem of salaries in the public sector. Among others, Mr.
Mustafa was asked about his department’s accomplishments and their future plans
regarding salaries and job classifications.

Limitations to the methodology
One limitation of this project was the lack of publications related to salaries and their
effect on the public administration in Kosovo that could be used to support and enrich this
project. Another limitation was the failure to obtain data for job positions and their respective
salaries for the entire public sector since the Ministry of Public Administration and some of the
institutions were reluctant to provide such information. In the absence of them, this study used
three ministries, one independent agency and one municipality. Moreover, for some of them,
the job positions were not available; however, the coefficients and the number of positions
associated with them were available for all the institutions mentioned above. Even though the
institutions subject to this study are very big in staff size, they cannot be used to illustrate all
the characteristics of the entire public sector. As such, given the limitations due to external
factors, this project acknowledged the fact that these institutions were not representative of
the whole public administration.
Within these limitations, this project analyzed representatives of the three kinds of
institutions present in the public sector of Kosovo, i.e. ministries, independent agencies and
municipalities. Moreover, the ministries that were subject of this analysis are one of the biggest
in staff size. The Ministry of Internal Affairs includes the Kosovo Police, the Ministry of Health
includes all the public servants in the healthcare system and the Ministry of Finance includes
civil servants in important agencies (Tax Administration of Kosovo and Kosovo Customs). On
another note, the interviews were very helpful and provided insightful information into better
understanding the complex root causes of the problem and the steps that the current
government is undertaking to mitigate this issue.
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IV.

OUTCOMES OF THE PROJECT

The Central Level
To begin with, an average of salaries in different institutions is needed to obtain an overall
picture of the current salaries in different institutions. Because of the lack of data for all the
institutions, an unweighted average is used in Figure 4.1. below.
Fig. 4.1. Average Monthly Salary in the Central Level
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As Figure 4.1. shows, a large variation in average salaries is evident. The lowest average
monthly salary of 329€ is evident in the Kosovo Property Agency while the highest average
monthly salary of 2,777€ is in the Kosovo Intelligence Agency. Another observation that can be
made is the gradual increase in average monthly salary for independent agencies compared to
the ministries. The left half of this figure 4.1. shows average salaries for ministries while the
right half shows average salaries for independent agencies. Although there are a few
independent agencies with lower average monthly salaries, the overall trend is that of higher
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average monthly salaries compared to other central level institutions. Among others, an
important institution, the Ministry of Health which offers public healthcare services has one of
the lowest average monthly salaries among these institutions.
Fig 4.2 Average Monthly Salary in the Municipal Level
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Fig. 4.2. above shows average monthly salaries in the municipal level in Kosovo. This
figure shows less variation among salaries in different municipalities compared to Figure 4.1
which shows average monthly salaries in the central level. However, there are a few important
points that this figure illustrates. Firstly, municipalities of Northern Kosovo have significant
lower average monthly salaries when compared to municipalities of the rest of Kosovo. These
municipalities include Leposavic, Zubin Potok and Zveqan. Secondly, the highest average
monthly salaries in the municipal level are seen in Mamusha and Junik. These municipalities are
very small in size and recently established through the decentralization process. Thirdly,
average monthly salaries in larger municipalities where living expenses are higher, including
Prishtina, Peja, Mitrovica, Ferizaj, are not higher compared to salaries in other municipalities
with lower living expenses.
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Ministry of Health
The ministry of Health has a staff of 7,769 employees. This staff includes civil servants working
in the ministry but also public servants working in regional hospitals in Kosovo. For these job
positions, there are 78 job titles and 38 different salaries. Moreover, since this ministry
comprises of both civil servants and public servants, some of the salaries are based on
coefficients while others are fixed salaries based on collective agreements. For simplification,
this study will use the base salary to explain the salaries in this ministry. Figure 4.3. shows how
salaries are allocated among employees of this ministry. This figure shows that 2,150
employees (29.1%) of this ministry are paid a monthly salary of 409€. Moreover, the salary
ranges from the lowest 181.25€ to the highest of 1,182.5€. Another important observation is
that there are in total 7 salary categories that cover 81.7% of the total staff. Other salary
categories cover at most 10 employees. This poses another problem for the implementation of
the reform on salaries in the public administration because the structure of the organization is
spread and complex with many layers of the hierarchy.
Fig. 4.3. Salary Distribution in the Ministry of Health
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Ministry of Internal Affairs
The Ministry of Internal Affairs is one of the biggest ministries in terms of staff as it also
includes the Kosovo Police. The total number of staff for 2014 is 9,864 employees. This includes
both, civil servants working in the ministry and public servants working in the Kosovo Police. As
such, similar to the analysis of the Ministry of Health, the base salary will be used as a common
denominator of coefficients used for the civil servants and fixed salaries used for public
servants.
Fig. 4.4. Salary Distribution in the Ministry of Internal Affairs
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Nevertheless, the situation here is different compared to the previous figure for the Ministry of
Health. As it is shown in Fig. 4.4., there is one major salary category, the monthly salary of
301.46€ followed by the monthly salary of 348€. A total of 60.52% of the staff receive the first
salary while 11.51% receive the second. The other salary categories have relatively the same
number of staff. Another problem identified when analyzing the data about this ministry is the
high number of job classifications. Currently, there are 197 job positions in this ministry. There
are 60 job positions only within the salary category of 348€. Moreover, these are not 197
unique job positions as there are several inconsistencies identified. For example, 20 civil
servants are listed under the job position “Communication dispatcher” while 12 others are
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listed under the job position “Telecommunication dispatcher”, 5 under “Telecommunication
Technician” and 3 under “Communication Technician”. This is essentially the same job position
but with four different entries in the job classification database. Moreover, they differ in salary
as different coefficients are assigned. Another example is the case of the maintenance worker.
There are three different entries in the job classifications for it, namely, “maintenance”,
“maintenance worker”, “Maintenance operator”. Again, this is the same job position but
described in three different ways. There are several other examples of this type of problem in
this ministry. This is a potential source of misuse and incoherence in the salary setting in the
public administration of Kosovo. This is also one of the problems Mr. Hamiti, from the
Department of Civil Service Management identified during the interview. However, he also
stated that although there might be cases where more than one job description exists for one
job position, it is important to know that the salary does not change. The salary is as it should
be because they only pay attention to enter the salary as per the contract of the new staff into
the system and not the job position description. According to him, all the salaries match the job
descriptions in the respective contracts.

Ministry of Finance
The third ministry that this project analyzes is the Ministry of Finance. It is one of the
most important ministries in the central level and employs a staff of 1,700 employees. This staff
is spread in the ministry and in different agencies that operate within the ministry’s framework,
such as the Tax Administration of Kosovo (TAK) and the Kosovo Customs. Figure 4.5 shows the
salary distribution for the total number of staff, including these agencies. Since this ministry
consists of only civil service, the salaries are based entirely on coefficients, except for the
highest four job positions (on the right of the figure), which are represented as a monthly base
salary. However, for this project’s purpose, the base salaries are converted into Euros for this
Ministry as well.
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Fig. 4.5. Salary Distribution in the Ministry of Finance
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The salary distribution in this ministry follows a normal distribution with the highest
number of staff earning the monthly salary of 326€. However, it is interesting to see the job
positions that this salary category represents. Mostly, job positions that fall in in this salary
category in this ministry are the following: inspectors, supervisors, officials, support specialists
etc. Similar to the previous institutions, several problems are evident in the job classification.
For example, there are three entries with the same name, “Quality Inspector” that receive
three different monthly salaries, namely 326€, 349 € and 372€.
Figure 4.6 is important to see the changes in salary distribution within the Ministry of
Finance, by comparing it with its agencies, namely the Tax Administration of Kosovo and Kosovo
Customs. As it is shown, there are changes in how these institutions allocate salaries. For
instance, the vast majority of Kosovo Customs is paid a monthly salary of around 300€. On the
other hand, the Tax Administration of Kosovo has a wider distribution with the majority of
monthly salaries ranging from 300€ to 400€. Lastly, the Ministry of Finance’ majority receive a
monthly salary of 300€ - 350€.
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Fig. 4.6. Salary Distribution within the Ministry of Finance
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Kosovo Property Agency
For the purpose of this project, the Kosovo Property Agency is analyzed, as the only
representative of the independent agencies in Kosovo in this project. It is not a good
representative as this is a relatively small agency; however, data for the other agencies were
not available. Additionally, as shown in Figure 4.1., it has one of the lowest average salaries
compared to all the other independent agencies. This agency employs currently a staff of 226
civil servants. Its majority of employees earn monthly salaries with a coefficient 5 equivalent to
291.36€. When looking at the job names that fall under this category, we recognize several
problems that were already mentioned before. There are four entries for the job position of an
administrative assistant. These are the following: “Assistant”, “assistant”, “Administrative Ass.”
and “Administrative Assistant”. Moreover, the structure of this agency is overpopulated with
lower levels of hierarchy that support a small number of the top of the hierarchy.
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Fig. 4.7. Salary Distribution in the Property Agency of Kosovo
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Municipality of Prishtina
In this section, this study focused on the municipality of Prishtina as a representative of the
municipalities of Kosovo. Prishtina was chosen because it is the largest municipality in Kosovo
employing around 5000 civil servants and public servants. This number includes employees in
the municipality, civil servants, and employees in the health and education sector that are
covered by the municipality. The latter ones are public servants from the primary healthcare
and public servants working in kindergartens, primary schools and high schools of Prishtina.
Figure 4.8. shows that the majority of workers in the municipality receive relatively low
monthly salaries ranging from 200-300€. These are administrative job positions that do not
require a high degree of qualification. The same problem, as in the central level, is evident here
when analyzing the data regarding the municipality’s job classifications and job salaries
associated with them. There are several cases where either a job name is missing in the
database or there is more than one different name entry for the same job position. An example
of missing position names is in the Department of Finances and Property where the system
does not have a job position for an employee but only the salary that he/she is paid.
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Fig. 4.8. Salary Distribution in the Municipality of Prishtina
40.0%
35.0%
30.0%

Staff

25.0%
20.0%
15.0%
10.0%
5.0%
0.0%
Salary

Since data are available for both, the central and municipal level for healthcare workers,
it is important to compare these two and highlight their differences in distributing salaries.
Because they are not equal in size, with the Ministry of Health comprising of around 7000
workers and the health sector in the Municipality of Prishtina of around 1000 workers,
percentages were used to show the staff. As such, in the y-axis, percentages show the number
of staff allocated to a coefficient in terms of the total staff of the institution.
Fig. 4.9. Salaries in the Ministry of Health vs. Municipality of Prishtina
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In Figure 4.9., many differences are evident in how salaries are allocated in the central and
municipal level for the same service, namely healthcare. Since there were in total 70 different
salaries in these two institutions regarding healthcare, for graphical purposes salaries are
grouped into bin ranges of 50€. This figure shows that the Municipality of Prishtina pays its
healthcare workers relatively lower compared to the central level. More than 45% of its entire
sector receives a monthly salary approximately 300€. This shows that it has almost half of its
workers with little qualification doing administrative work and nursing services. On the other
hand, the central level administers regional hospitals. As such, its salaries are spread more to
the left of the figure at salaries equaling to 400-450€. Also, there is a higher, more complex
hierarchy in the central level due to the regional hospitals and the University Clinical Centre of
Kosovo. Another issue identified here that pertains to the healthcare at the local and central
level is the number of job positions. There is a high number of job positions in the healthcare
system that needs to be reduced because it only contributes to the problem of
mismanagement that is evident in the data.

Interview Outcomes
The interviews conducted helped gain other important viewpoints on this issue. All of
the interviewees acknowledged the fact that there is a problem with how salaries are
distributed in the public sector in Kosovo. Moreover, they stated that there is an urgent need
for a comprehensive reform of the public administration, including the rewarding system. Mr.
Fitim Sadiku, Secretary Permanent of MPA and leader of the Inter-Ministerial Commission for
Public Administration Reform, stated that the root cause of the actual condition of the public
administration is quite complex. According to him, this is a result of the way the civil
administration was installed after the war in Kosovo. Moreover, Kosovo’s administration is a
new one that needs to be shaped to better serve Kosovar citizens. Although the legislation for a
modern civil administration is approved, implementation is lacking. The major reason for the
lack of implementation of these laws, according to Mr. Sadiku, is the lack of will of certain
interest groups within the civil administration. However, he is confident that the
implementation process will start in early 2015.
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The second and third interviews were conducted with Mr. Bekim Hamiti, from the
Department of Civil Service Management in MPA and Mr. Fatos Mustafa, Head of the
Department of Managing the Civil Service Reform within MPA. According to Mr. Hamiti, an
important cause of the complex problem of salaries in the public sector was the lack of
legislation in the early 2000s, when this administration was installed. On the other hand, Mr.
Mustafa was more direct when asked to identify reasons for the current condition of several
job names for one job position. He said that this was done mainly to either create a job place to
accommodate new employees or to create an environment for pay raises. He said that they are
closely working with other departments within the Ministry of Public Administration and with
the Ministry of Finance to reform the public administration. This reform includes the
reorganization of all public institution structures to ensure that there is not an over allocation
of human resources in certain departments. Moreover, they try to ensure that there is no
overlapping of responsibilities. As far as salaries are concerned, they already are working on the
job classification of employees from every institution. However, according to Mr. Fatos
Mustafa, this process is going very slow because there is lack of proper communication
between ministries regarding the quality of documents they compile and the delegation of
work. At the same time, the Department of Civil Service Management is working on creating
the job catalog based on the civil service law. This job catalog would ensure the unification and
reduction of job names and positions in the public administration. Some work has already been
done since, a few years ago, they identified more than 6000 job positions which were gradually
reduced to over 800 now. However, they are confident that they will further reduce this
number. If this is achieved, a more simplified hierarchy and structure of the public
administration would be ensured where everyone’s job description is clear. This would ensure a
more efficient salary setting mechanism where the staff would be paid based on the job
complexity.
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V.

ANALYSIS AND DISCUSSION

Considering the importance and the problems associated with the well-functioning of
the public sector in Kosovo, this project focused on salaries of staff employed in the public
sector as one of the major contributors to this situation. The main objective of this project was
to provide an analysis of the current salary system in the public administration and make
recommendations for the steps needed to overcome this problem.

Variations in salary distributions
To investigate the problems associated with salaries in the public sector and the
variations in salary distributions presented in the previous chapter, it is necessary to see a
cross-comparison of the three ministries selected for the purpose of this project.
Fig. 5.1. Salary distributions in three ministries
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From Figure 5.1, salaries in these three ministries seem to be concentrated in the
monthly salary of 250€ - 400€ (for graphical purposes, salaries were grouped in bin ranges of
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50€). However, from this graphical presentation, it is visible that the Ministry of Internal Affairs
has considerably lower salaries compared to the others. Almost 70% of its entire staff earns a
monthly salary of around 300€. On the other hand, Ministry of Finance’s biggest salary bracket
is that of 350€. In the Ministry of Health more than 30% of the staff receives a monthly salary of
around 400€ with a considerable number of staff receiving monthly salaries of 550€ and 650€.
Moreover, another problem that is evident in this graph is the overpopulation of lower salary
categories with staff. This means that a high number of employees support a very small number
of staff working in the higher end job positions. Moreover, there is a very few number of staff
employed at the middle level management.
Despite these differences in salary distribution patterns, it is important to look at the
nature of jobs receiving these salaries to gain a better understanding of the problems this
project identified. For instance, the biggest salary category in the Ministry of Internal Affairs
equaling around 300€ corresponds to staff employed as Police Officers. These Police Officers
qualification typically does not exceed the secondary education. On the other hand, in the
Ministry of Finance, the major salary category is that of 350€. This salary corresponds to a
coefficient of 7, 7.5 and 8. This coefficient requires at least a tertiary education or training
relevant to the job position. In the Ministry of Finance, this salary is mainly attributed to
administrative officials working in different departments. In the Ministry of Health, more than
30% of the staff receives a salary of 300-350€. This salary, besides the administrative officials,
also includes nurses in the regional hospitals of Kosovo. The qualification needed for this job
position is tertiary education either through undergraduate studies or extensive training and
certification.
Figure 5.2. provides a closer snapshot of staff receiving a monthly salary of 300€, 350€
and 400€ in these ministries. As such, individuals aiming at working in the public sector might
be demotivated to pursue a tertiary degree knowing that the difference in salary is very low
between working in a position that requires a secondary degree of education to a position
requiring a tertiary degree. Moreover, job positions such as nurses and administrative officials
require a higher degree of responsibility compared to a Police Officer which is the lowest rank
in the hierarchy of the police. One might suggest that Police Officers are being rewarded for the
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dangerous working conditions their job entails; however, it is still demotivating for some to
pursue further education if, at the end, the salary difference is symbolic. This is one example of
the incoherence in salaries in the public sector. Despite the legislation in place that is based on
the principle of equal pay for equal work, the reality shows that certain job positions receive
more compared to the others.
Fig. 5.2. Staff distribution in Salaries 300-400 for the three ministries
80.00%
70.00%
60.00%
Ministry of
Internal Affairs

Staff

50.00%
40.00%

Ministry of
Finance

30.00%
20.00%

Ministry of
Health

10.00%
0.00%
300

350
Salary

400

Comparison of salaries in different agencies within the Ministry of Finance
Another important point regarding salaries is whether they account for different
working conditions. The Ministry of Finance is used to illustrate this. The Ministry of Finance is
one of the most important ministries in the government. It is also relatively big in staff size
employing 1700 civil workers. Two very important agencies operate within this ministry, namely
the Tax Administration of Kosovo and Kosovo Customs. The importance of these institutions lies
in the fact that they are collectors of tax revenues for the government’s budget. Figure 5.3
shows the salary distribution of the Ministry of Finance and these two agencies separately.

Fig. 5.3. Salary Distribution within Ministry of Finance
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Figure 5.3 shows that the monthly salaries, in these three institutions, typically range
from 200€ - 450€. However, in the Ministry of Finance the salary with the highest number of
staff is 300€ (42.24%). This salary is allocated to mainly administrative officials, magazine
officials, cashiers etc. A striking 77.33% of Kosovo Customs employees receive a monthly salary
also allocated in this range (300€). This includes line workers, for instance, inspectors working
in customs points. Tax Administration of Kosovo employees receive a slightly higher salary with
29% of its employees receiving a monthly salary of 350€ followed closely by 24% of its
employees receiving a monthly salary of 300€. As mentioned previously, these two institutions
are amongst the most important ones in Kosovo because they ensure tax collection and are
responsible to fight tax evasion and the informal economy. As such, they work in a more
dangerous environment where they have to fight informality and evasion. Therefore, their
employees should be compensated for this responsibility accordingly. However, Figure 5.3 does
not illustrate this compensation for dangerous work. This is the case especially for the Kosovo
Customs with the majority of its employees receiving a salary of around 300€. Civil servants
that have the same qualification as customs officials but a less dangerous working place, i.e.
those that work as administrative officials in different departments in the Ministry of Finance,
receive a higher or equal monthly salary compared to the customs officials. This situation is also
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present in the Tax Administration of Kosovo compared to the Ministry of Finance. A TAK
inspector’s salary is around 325€. Their working conditions are similar to those working in the
Kosovo Customs facing informality and tax evasion. However, they are not compensated for
this in the current salary setting system. As a consequence of this, staff in TAK and Kosovo
Customs is demotivated to work at their highest potential as they face dangerous conditions if
they decide to do so. Most importantly, there is no monetary incentive to motivate them to
work effectively. Even though the legislation approved acknowledges their working conditions,
in practice, their working conditions are not acknowledged and are not compensated. If the
working conditions would be compensated, they would not feel threatened when doing their
job properly.

Comparison of Municipalities
Another important comparison when analyzing salaries is how salaries are set in
different municipalities. The purpose of this is to see whether there are adjustments for living
expenses accounted in salaries. Figure 5.4 shows average salaries in select municipalities. A
subset of municipalities was chosen in this graph because the differences are better
represented visually rather than when using all the municipalities. The graph shows that the
average salary in municipalities varies between 274€ and 435€.
Fig. 5.4. Average Salary in Kosovar Municipalities
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While salaries in bigger municipalities are more or less the same, salaries in smaller
municipalities vary a lot. An interesting observation is that municipalities populated by
minorities have lower average monthly salaries. For instance, Leposavic has an average monthly
salary of 274€, Shterpce 285€, and Zvecan 298€. Since the Ministry of Finance sets the ceilings
for each expenditure category in cooperation with the municipalities, a possible explanation for
this is that these municipalities focus their resources on other expenditure categories more
than in Wages and Salaries. On the other hand, recently established municipalities through the
decentralization process have higher average monthly salaries compared to the others. For
instance, Mamusha has the highest average monthly salary in Kosovo of 435€ followed by Junik
with an average monthly salary of 426.6€. Another small municipality with an exceptionally
high average monthly salary is Hani i Elezit with 405€. This variation is significant when looking
for adjustments for living expenses. Salaries in larger municipalities such as Prishtina should be
higher to compensate their staff for higher living expenses. However, the results presented
from the data show that there are no adjustments for living expenses included in salaries.
Larger municipalities where living expenses are also higher have lower or at most equal salaries
with the smaller municipalities with very low living expenses. To illustrate this, the average
monthly salary in Prishtina is 384.5€ whereas in Mamushe it is 435€. The minimum rent in
Prishtina is 150€ while in Mamushe rent is almost inexistent. Moreover, food and beverage
products and other products are usually more expensive in larger municipalities compared to
the smaller municipalities, adding to the more expensive living costs. Another reason that may
have impacted this difference in salaries is that the central government has restricted the
number of staff in every institution. As such, being unable to add new staff, these smaller
municipalities use the extra budget to increase the salaries of the current staff. However, this is
not the case in larger municipalities where every additional resource available is needed to fund
new capital projects.
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VI.

RECOMMENDATIONS AND CONCLUSION

The focus of this project was to evaluate the effectiveness of Kosovo’s regulation in
setting public sector salaries. More specifically, its aim was to analyze salaries in different public
institutions and highlight the inconsistencies identified. These inconsistencies refer to setting
salaries that violate the principles with which the legislation regarding salaries in the public
sector is built. The main principle is “equal pay for equal work”. The “equal work” also includes
other job specificities for instance, dangerous conditions, living expenses, and the qualification
needed in a particular job position. This topic is important for Kosovo since the public sector is
the main employer in the country and an effective public sector contributes in adding value to
the society. Moreover, due to its size, it has important implications to the private sector as well.
Due to the nature of this problem, the project followed a quantitative analysis
approach. As such, the core of this project was the analysis of existing data regarding salaries in
different institutions in the public sector. Three ministries, one independent agency and one
municipality were chosen for analysis. Besides this, two interviews were conducted with
stakeholders at this issue. The information analyzed in this project showed that there are many
deficiencies present in salary setting in Kosovo’s public sector. These inevitably endanger the
“equal pay for equal work” principle embedded in the legislation.
One outcome of this analysis was that salaries of employees of the public sector are not
set based on the qualification needed. Moreover, there were cases where job positions which
required a lower qualification had a higher or almost equal salary than job positions with a
higher required qualification. A case example for this was Police Officers vs. Healthcare
employees. This demotivates future employees to get a higher qualification as the extra years
spent and costs incurred during education are not being compensated in the public sector.
Another outcome of the analysis was that salaries do not account for difficult or
dangerous working conditions. To illustrate this, employees from Tax Administration of Kosovo,
Kosovo Customs and Ministry of Finance were analyzed. As the results showed, inspectors
working in TAK and customs officials are not compensated for their working conditions since
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they receive, more or less, the same salary as administrative officials working in the Ministry of
Finance. This contributes and demotivates employees to work at their highest potential. In the
tax inspectors and customs officials’ case, this has detrimental consequences for the Republic
of Kosovo as a whole because they are responsible to fight tax evasion and the informal
economy. This is why it is of crucial importance to have them rewarded for their working
conditions, so that they would not need to feel threatened when doing their job properly.
A third outcome of this analysis was that salaries do not account for living expenses. To
illustrate this, average salaries of municipalities were used as employees working in different
municipalities have also different living expenses. As the results showed, there were cases
where very small municipalities had a higher average monthly salary than the average monthly
salary of larger municipalities where living expenses are higher. For instance, civil servants
working in the municipality of Mamusha, Junik, Hani i Elezit receive on average, a monthly
salary that is higher than the average monthly salary received by civil servants working in the
municipality of Prishtina, Peja, Prizren etc. where living expenses are considerably higher.
Although the public administration in Kosovo is undergoing a reform in the recent years,
few results are evident. As such, more is needed to be done. There are several
recommendations that can be drawn from this project to tackle the issues related to salaries in
the public sector. Currently, the reform of the public administration encompasses several issues
related to the public sector. As such, the Ministry of Public Administration needs to devote
more resources to the reform of salaries in particular. However, for the proper reform of
salaries, some groundwork needs to be done. This ground work includes the reclassification of
job positions and the harmonization of job descriptions. A complete reclassification of job
positions is needed, because currently, there are many jobs that are essentially the same but
are named and paid differently. This was also highlighted in the analysis of this project and the
interviews conducted with the stakeholders at this issue. To achieve this, a better coordination
with the respective institutions is needed. The lack of coordination among institutions was also
a problem stated by Mr. Mustafa, the Head of the Department for Public Administration
Reform within Ministry of Public Administration.
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Once the job position and job description classification and harmonization is done, MPA
officials need to focus their resources on assigning salaries for all the job positions available in
the new system. While doing this, they should pay special attention on the different factors
that contribute to the settlement of salaries based on the “equal pay for equal work” principle.
Besides the factors analyzed in this project, namely qualification, working conditions and living
expenses, other factors should be included as well. Important factors for consideration are the
reward for experience and the public – private employment salary gap. Although not discussed
in this project due to lack of data, these also contribute to a more effective and efficient public
sector workforce. Remuneration for work experience is especially important since it motivates
employees. However, it is not included in the current salary setting. As such, experienced civil
servants that have worked for 20-30 years in an institution receive the same salary as the
others that have recently started their civil servant careers. This demotivates experienced
employees to stay in the public sector affecting the value of the work these institutions deliver
as good, experienced employees are prone to leave the public sector. The second factor, the
public – private salary gap is important for the economy as a whole. The reason behind this is
that with the right salary gap, the public sector can motivate the private sector to develop and
perform better. Currently, salaries in the public sector have increased rapidly compared to the
salaries in the private sector. This demotivates people to find a job in the private sector as they
view the public sector as a more secure environment with faster growing salaries. However, for
the Kosovar economy to prosper and grow, the growth and development of the private sector
is crucial. As such, the public sector should serve this cause and pay attention to the salaries it
sets, so that it does not demotivate successful people from working and developing the private
sector.
Although these recommendations may sound simplistic, a lot of work is needed to
achieve them. More importantly, the willingness of the government and the cooperation of the
institutions is needed to tackle this problem. If the government is willing to tackle and resolve
this issue, the end result will be a competitive and efficient public sector that works at its
highest potential to add value to the society.
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